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Abstract 
This study aims to investigate the existence of correlations between the "bases of 
power" and "affective organizational commitment" constructs in the Municipal 
Civil Guard of Mossoró/RN [GCMM]. A quantitative approach was used, which 
was statistical software R, with a convenience sample of 50 civilian guards, and 
consisted in the analysis of the arithmetic averages, in order to reach the objectives 
and the Pearson correlation coefficient test. Results indicated indecision regarding 
the commitment in relation to the bases of power, it has been noticed that the most 
used by these are those of legitimate power and power of expertise, while the least 
used are the bases of power of coercion and reward. to the relations between the 
variables "bases of power" and "affective organizational commitment" in the 
GCMM, it was observed that they are weakly correlateds. 
Keywords: Affective organizational commitment. Bases of power. Organizational 
commitment. Power.  
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Relações entre o poder e o comprometimento organizacional afetivo 
 
Resumo 
Este estudo tem como objetivo investigar a existência de correlações entre os 
construtos “bases de poder” e “comprometimento organizacional afetivo” na 
Guarda Civil Municipal de Mossoró/RN [GCMM]. Para tanto, optou-se por uma 
abordagem quantitativa, a qual foi operacionalizada por meio do software 
estatístico R, com uma amostra por conveniência de 50 guardas civis. Assim, a 
análise das médias aritmética foi utilizada a fim de possibilitar o alcance dos 
objetivos e do teste do coeficiente de correlação de Pearson (r). Os resultados 
indicaram indecisão quanto ao comprometimento organizacional afetivo dos 
guardas civis. Em relação às bases de poder, percebeu-se que as mais utilizadas por 
estes são as de poder legítimo e de poder de perícia. Já as menos utilizadas, são as 
bases de poder de coerção e de recompensa. Quanto às relações entre as variáveis 
“bases de poder” e “comprometimento organizacional afetivo” na GCMM, 
observou-se que estão fracamente correlacionadas. 
Palavras-chave: Bases de poder. Comprometimento organizacional. Comprometimento 
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Affective organizational commitment is one of the main determinants of worker 
retention in organizations (Barros & Scheible, 2008) and this variable, like other variables that 
conditioning the retention process, is influenced by other organizational variables. 
According to Meyer and Allen (1991), affective organizational commitment is one of 
the bases of organizational commitment, a broader construct composed of two additional bases 
- namely, the normative and the instrumental base - and concerns the worker’s identification 
with and attachment to the organization for which he or she works. 
Considering the importance of worker retention and motivation to an organization and 
the important role played by affective organizational commitment in worker retention, along 
with the fact that this variable is affected by a variety of other organizational variables, it is 
important to explore the relationships among these other organizational variables and affective 
organizational commitment to deepen our knowledge of how these relationships function. This 
knowledge will help researchers and especially administrators of public or private organizations 
to retain talent through appropriate management of the variables that determine affective 
organizational commitment so that they can be strategically managed to increase the level of 
affective organizational commitment among workers. 
Taking into consideration the manner in which power is exercised in organizations, it 
may be one of the variables influencing the level of affective organizational commitment. The 
current study is based on the following research question or guiding question: Is there a relation 
between the type of power predominantly exercised and the level of affective organizational 
commitment manifested by the workers of the researched institution? In order to respond to this 
problem, it was established as the main objective to investigate the existence of correlations 
between the constructs "bases of power" and "affective organizational commitment" among the 
civil guards that compose the Guarda Civil Municipal de Mossoró - Municipal Civil Guard of 
Mossoró [GCMM] - Rio Grande do Norte, Brazil. To assist in achieving this goal, two 
objectives were identified: to analyze how the bases of power exercised by the GCMM are seen 
by members of the guard and to assess the affective commitment of civil guards to the GCMM. 
It is important to point out that although the focus of this research is to explore the 
relations between the power and organizational commitment constructs, the organizational 
commitment construct is not being considered in its entirety in this study. All of which is 
Correlations between power and affective organizational commitment 
__________________________________________________________________________________ 
 
        R.G.Secr.,GESEC, São Paulo, 10(1), 91-118, jan.-abr. 2019. 
composed of the three bases defined by Meyer and Allen (1991), as will be detailed 




2.1 Organizational commitment and affective organizational commitment 
 
In recent decades, studies of organizational behavior have focused on several topics 
relevant to the improvement of organizational management, including organizational climate 
and employee motivation and satisfaction (Traldi & Demo, 2012; Costa & Bastos, 2009; 
Siqueira & Kurcgant, 2012; Assunção, Domingos, Cabral, Santos, & Pessoa, 2014). However, 
one of the most-discussed topics in recent years is organizational commitment, given its 
importance to the efficiency and effectiveness of firms, the state and third-sector organizations 
(Barros & Scheible, 2008; Bastos, Siqueira, Medeiros, & Menezes, 2008; Magalhães, 2008; 
Feitosa & Firmo, 2013). 
Organizational behavior can be understood in various ways, and many researchers have 
attempted to study and define it. These researchers include Souza (2012, p. 23), who defined 
commitment in a simplified form as "a response to the actions taken by companies with regard 
to their workers"; accordingly, in this author's view, organizational commitment is a worker 
variable that is strongly influenced either by other organizational variables by organizational 
actions directed at workers, which may include the sources of power used by organizational 
leaders to lead workers, a relationship that is the research focus of this study. 
Organizational commitment can also be understood more broadly as a set of perceptions, 
actions and feelings that a given worker harbors for the organization in which he or she works, 
and this subjective set of individual elements can determine whether the worker stays in the 
institution (Barros & Scheible, 2008; Llapa-Rodríguez, Trevizan, & Shinyashiki, 2008; 
Schirrmeister & Limongi-França, 2012; Zanardi, Pilatti, Santos, Godoi, & Claumann, 2015; 
Maciel & Camargo, 2011). It is worth highlighting that in addition to defining the concept, 
Barros and Scheible (2008) addresses the importance of organizational commitment, stating 
that it is an influential factor in whether a worker will remain in the organization. Thus, 
returning to Souza's observation (2012) and Fernandes and Ferreira (2009) that this variable is 
influenced by other organizational variables and linking it to the importance Barros and 
Scheible (2008) attributes to organizational commitment, it is important to study the 
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relationships between these various organizational variables and organizational commitment, 
as this study does, to guide researchers and managers in identifying these relationships and 
understanding how they operate. 
Other authors who have attempted to conceptualize organizational commitment include 
Robbins, Judge and Sobral (2010), according to whom organizational commitment is related to 
the degree to which the worker identifies with an organization, its goals and targets, and the 
desire to continue participating in it. However, the two authors who are the best known for their 
definitions and especially for their typology of bases of organizational commitment are Meyer 
and Allen (1991), who define commitment as the worker’s psychological state, which defines 
worker’s relationship to his or her organization. This state of mind is sensitive to how the 
organization deals with its workers; in other words, it is sensitive to various organizational 
variables, potentially including the organization’s bases of power. In addition to defining 
organizational commitment, these authors proposed the typology for this variable that is 
currently the most accepted by researchers worldwide, having been validated in several 
cultures. It divides organizational commitment into three bases: affective, instrumental and 
normative (Rowe & Bastos, 2010; Simosi, 2013; Rodrigues & Bastos, 2010; Botelho & Paiva, 
2011; Paiva & Morais, 2012; Paiva, Dutra, & Luz, 2015). 
The first of the three bases of organizational commitment defined by Meyer and Allen 
(1991) is affective organizational commitment, which refers to the worker’s identification with 
his or her organization, along with his or her level of emotional connection to that organization. 
The second base of organizational commitment is instrumental organizational commitment, 
which refers to the cost-benefit analysis of leaving the organization; that is, the worker will 
remain in the organization as long as the costs of leaving outweigh the benefits. Finally, the 
third base of organizational commitment is normative organizational commitment, which refers 
to the subjective sense of "duty" a worker may feel to remain in the organization, to carry out 
his or her activities in the organization, and to contribute to the achievement of organizational 
goals (Feitosa & Firmo, 2013; Reinert, Maciel, & Candatten, 2011). 
Thus, the focus of this study will be to explore the relationships between the constructs 
of power and organizational commitment; but instead of addressing organizational commitment 
as a whole, composed of the three bases defined by Meyer and Allen (1991), this study will 
focus on affective organizational commitment. 
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2.2 Power in Organizations 
 
There are many definitions of power, all of which have something in common: most 
theorists agree that power arises from social relations because the existence of a power 
relationship requires a dominated party (individual or group) and a dominant party (individual 
or group) (Guimarães & Martins, 2008). Santos (2002) offers the following definition: "power 
is the ability of an individual or group to obtain mastery or control over others." Another 
succinct definition of power is given by Dahl (1957, pp. 202-203), according to whom "A has 
power over B to the extent that he can force B to do something that B would not otherwise have 
done." 
These concepts are obvious in the organizational environment, as the owners or the 
government (the dominant group) make use of this ability to influence workers (the dominated 
group) to carry out activities necessary to achieve the organizational goals, which, in large part, 
are the objectives of the owners or government. This dominant/dominated relationship is not as 
static as it appears: the owner or state is not always dominant, and at times workers are able to 
draw on sources of power to revert the situation, forcing the dominant party to accede to some 
points, thereby gradually inserting their individual objectives into the organization's objectives. 
As a result, however, this power game is always more favorable to the stronger party in the 
relationship. 
The leading studies on power in the organizational setting have evolved over time to 
take the following forms, according to Morgan (2000), Marx (2006), Martins (2008), Paz and 
Neiva (2014) and Fleming and Spicer (2014): 
Firstly, Table 1 presents the main approaches to power in its political tendency, that is, 
power as a means used in political activities. 
 







Introduced the concept based on an analysis of the strategies 
for exercising and maintaining power. The author proposes 
that power is a phenomenon that involves a diffuse network, 
a chain of power. Power is ephemeral and passes through 
people. 
- Strategy 




Power resides in the means employed to obtain apparent 
future advantage: war ceases only when all have been 
subjugated to state power. 
- Means to obtain 
future advantages 
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Marx [2006] Power derives from a social class position in the relations of 
production, such as possession and control of the means of 
production by the capitalist class. From this perspective, the 
importance of power lies not in individual relationships, but 
in the domination and subordination of social classes based 






Weber [1919/1991] Introduces the concept of legitimate domination: the 
traditional form that passes from father to son such as a 
monarchy, the charismatic form that is powered by affection, 





Sought to describe the forms of government that use power as 
their source (autocracy, bureaucracy, technocracy, 
democracy), relations of conflict between people and 
organizations and the main sources of organizational power 
(formal authority, control of scarce resources, the use of 
organizational structure (rules and regulations), control of 
decision-making processes, and control of knowledge and 
information (among other things) when he elaborated the 
metaphor of "organizations as political systems." In the 
metaphor of "organizations as instruments of domination," 
the author adds the perspective of organizations' exploitation 
of workers, the natural environment and the global economy, 
introducing the notion of workers' resistance to the system of 
domination through the class system by raising issues of 




shaped by interest, 
conflicts and power 
Arendt [1958/1970] Introduced the concept that politics is an activity that 
rearranges relations among individuals and the distribution of 
goods through the mobilization of power. Power is therefore 
the ability to influence other actors with these political 
interests in mind. 
-Interest 
Source: Prepared by the authors, 2017. 
 
Table 2 shows some key elements for understanding power in its political dimension: 
the exercise of power is a strategy made possible through a diffuse network to obtain future 
advantages through forms of legitimate domination that legitimize a society of social classes, 
whereas the relations of production are formed by domination/subordination and political 
systems are organized by interest, conflicts and power. 
 





Dahl [1957] The power of influence: A has power over B to the extent that A can 
influence B to do something that B would not otherwise do. 
- Influence 
French and Raven 
[1959] and Raven 
[1993] 
Relations among people were based on social exchanges, and these 
exchanges were based on relations of influence: a person was supported 
by exercising power over another. The authors introduced five bases of 
power: reward (rewarding or removing/reducing punishments), 
coercion (controlling something that is important to the other), 
-Social 
exchanges 
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legitimate (legal power), expert (mastery of knowledge) and referent 
(based on belief in a model). These authors' proposal was introduced to 
organizational studies to examine the relationship between supervisor 
and employee. 
Luke [1980] Power lies in the idea of interests: A exercises power over B when A 
affects B in a manner that is contrary to B's interests. 
 
- Interest 
Source: Prepared by the authors, 2017. 
 
Table 3 shows the behavioral perspective on power that consists of influence 
(domination) and favoring the interests of some over others through the ability to reward, the 
ability to coerce, legally established power, expertise and the influence of a reference model, 
from the perspective of research into the relationship between supervisor and employee. 
 
Table 3 - Power from the dominant groups perspective and from the organizational perspective 
 
Author/Time Period Concept Essence 
Mintzberg [1983] 
 
Sought to explain the organization's dynamic by focusing on 
power at the levels of the individual and the collective, internal 
and external, within and between groups, considering 
organizational behavior and power as a game in which various 




and Podsakoff [1991] 
Using factorial analysis, these authors validated a scale called the 
Supervisor’s Power Bases Scale to eliminate the subjectivity 
present in French and Raven's proposal. 
-Scale for 
measuring the 
power of dominant 
groups 
Yukl [1994] Discovered that the bases of power proposed by French and 
Raven have an impact on the worker's organizational 
commitment, trust and resistance. 
-Organizational 
commitment 
Coda [1997] Discussed how power influences the organizational climate. -Organizational 
climate 
Johnson and Scollay 
[2000] 
Introduced the idea that bases of power affect conflicts and 
influence within groups and organizations. 
-Conflict 
- Influence 
Source: Prepared by the authors, 2017. 
 
Table 3 shows the perspective of power through conflict among dominant groups or 
organizations, seeking to understand how one influences the other and how this affects the game 
in which several groups attempt to control organizations, along with the impact on the 
dominated in constructs involving organizational commitment and organizational climate. 
Therefore, most academic studies of power in the organizational sphere adopt a 
positivist, functionalist and structuralist point of reference (Cappelle, Melo, & Brito, 2005). 
This trend is continuing and rests on discussions that continue to address typologies of power 
(Raven, 1993; Mendonça & Dias, 2006; Weber, 2008), the validation and evaluation of scales 
related to power and how it is structured in organizations (Martins, 2008; Paz & Neiva, 2014), 
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organizational actors who draw on resources to exercise power, ownership of the means of 
production, location, class position or technical knowledge, whether in the organization or in 
society (Saraiva & Santos, 2011), how power relates to the ownership of resources, governance, 
and the origin of conflicts (Giglio, Pugliese, & Silva, 2012), the use of power in social networks 
(Rosa & Kamimura, 2012), power over, learning about and sharing organizational knowledge 
(Fahy, Easterby-Smith, & Lervik, 2013), relations of power in family organizations (Lopes, 
Carrieri, & Saraiva, 2013), power and policy in organizations (Santos & Claro, 2014), and 
relations of power and gender in organizations (Ribeiro & Garcia, 2015). Thus, power lies in 
the political, individual, group and organizational dimensions. 
 
2.2.1 Bases of power employed in this study 
 
To exercise power over another, an individual must have elements that give him or her 
this power, and these elements are referred to as either bases or sources of power. There are 
many sources of power, and each analytical approach presents a series of them. Although these 
sources of power vary in nature, all share a common goal: to influence the dominated to do the 
will of the dominant. As discussed in the previous section and in Table 2, which presents the 
authors who address power from a behavioral perspective, French and Raven (1959) developed 
a theory about social power. This theory holds that relations between people are based on 
exchanges, with emphasis on relationships of influence, sustained by five bases of power. 
Power, categorized as reward power, coercive power, legitimate power, expert power and 
referent power, was defined by the authors as the bases of support used by an individual to exert 
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Coercive Power Legitimate Power Expert Power Referent Power 




individual's ability to 
control something 
important to the 
other. Coercive 
power is based on a 
person's expectation 
that he or she will be 
punished by the other 
for failure. 
Recognition by a 
person that 
another's power is 
legally constituted 
and that he or she 
has a duty to accept 
this influence. 
Based on recognition 
that another possesses 
knowledge or expertise 
in a particular subject 
and therefore should 
not be questioned. 






are admired and 
considered a 
reference. 
Source: Prepared by the authors, 2017. 
  
Each form of power is derived from an assumption based on relations among people, 
whether they are good or bad forms of relations. The authors believe there are many other bases 
of power that should be identified and studied. 
Hinkin and Schriesheim (1989, p. 561), for example, note that “although many 
typologies or models exist, French and Raven's is perhaps the most influential." For that reason, 
French and Raven's typology of bases of power was chosen as the basis for this study. 
It is interesting to note that in general terms, legitimate and expert bases of power are 
considered beneficial to the organization: according to Yukl (1994), they are positively related 
to organizational commitment and trust, and according to Rahim (1989), they are positively 
related to the worker's level of trust. However, the coercion and reward bases of power are 
widely considered harmful to the organization: they are associated with resistance, which is 
characterized as a form of organizational conflict (Johnson & Evans, 1997). 
 
2.3 The Municipal Civil Guard of Mossoró-RN 
 
To explore the relationship between power and affective organizational commitment, 
the GCMM was chosen as an object of study. This choice was motivated by the fact that the 
GCMM is a medium-sized organization with a large workforce composed of individuals from 
very heterogeneous socioeconomic backgrounds; the organization experiences constant power 
conflicts throughout its hierarchy, making it fertile ground for this study’s analyses. 
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The GCMM was established in 2009 by complementary law no. 37 of December 14, 
2009 (Mossoró, 2009), and now employs approximately 275 full-time municipal civil guards 
in addition to an appointed administrative staff. 
From 2009 to May 2016, the organizational (operational) structure of the GCMM can 
be summarized as consisting of the commander (at the top of the hierarchy), followed by 
supervisors who command the institution's eight platoons, followed by civil guards. The only 
criterion for the supervisors’ appointment to leadership positions was political patronage. 
However, in 2014, the GCMM’s Employment, Career and Salary Plan (Plano de Cargos, 
Carreira e Remunerações, or PCCR) was established by complementary law no. 98 of January 
24, 2014 (Mossoró, 2014), which determined criteria for appointing the institution's platoon 
leaders. According to the PCCR, these leaders are designated inspectors and sub-inspectors and 
should rise to leadership positions through an internal selection process composed of four 
stages: length of service; level of education; vocational courses in the field of public safety; and 
a physical endurance test.  
The PCCR was developed by the union in 2012 and 2013 and was approved and 
established through negotiations following a labor strike called by the union in 2013. The 
selection process took place in May 2016, and in June of that year those chosen were appointed 
and assumed their duties, replacing the supervisors. 
The GCMM workforce is divided into eight platoons, which are shown in Figure 6 in 




3.1 Study type 
 
This study is descriptive and exploratory in nature. It is descriptive in that it seeks to 
reveal the studied group’s characteristics, such as the extent to which the workers report that 
each power base is employed in the institution and civil guards’ level of affective organizational 
commitment civil guards toward the organization (Sampieri, Collado, & Lucio, 2006). It is 
exploratory in that this study aims to conduct a detailed exploration of the statistical 
relationships between power and affective organizational commitment and deepen knowledge 
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about the relationship between these two constructs in Brazilian public organizations in the field 
of public safety (Sampieri, Collado, & Lucio, 2006). 
The samples were coded for statistical analysis. Each worker was considered a sampling 
unit, and each question was considered a variable. Thus, the matrix of multivariate data 
consisted of 50 sampling units and 45 variables. Taking the answers to these questions as 





The organization studied was the Municipal Civil Guard of Mossoró, a city located in 
the state of Rio Grande do Norte, Brazil, 280 km from the state capital of Natal. The 
organization currently has 275 guards, 50 of whom (18%) participated in the study. 
Respondents were selected by convenience, i.e., based on access to respondents, 
excluding guards who held positions as supervisors, inspectors or sub-inspectors, to preserve 
the reliability of the answers to the maximum extent.  
 
3.3 Data collection  
 
To conduct this study, documentary research was undertaken to gather relevant 
information about the Municipal Civil Guard of Mossoró, including analysis of the institution's 
website and laws that regulate the institution (such as, inter alia, complementary law no. 37 and 
complementary law no. 98). 
A structured questionnaire was also applied. That questionnaire was composed of 26 
closed questions, of which 4 questions related to socioeconomic characteristics (elaborated by 
the authors); 2 questions related to length of service and area of activity in the civil guard 
(elaborated by the authors); and 15 questions related to measuring how leadership uses the bases 
of power. To this end, the study employed Martins' (2008) Supervisor’s Power Bases Scale 
[Escala de Bases do Poder do Supervisor, or EBPS], which has been extensively validated at 
the international level and subsequently, for use in Brazil, having been tested statistically with 
312 Brazilian workers in various types of organizations.  
As adapted and validated for use with Brazilian workers, the EBPS assesses four of the 
fives bases of power proposed by French and Raven (1959), namely, legitimate, expertise, 
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coercive and reward power bases. The five bases of power were used to assess the level of 
affective organizational commitment among the institution's workers; to this end, the Affective 
Organizational Commitment Scale [Escala de Comprometimento Organizacional Afetivo, or 
ECOA] developed by Bastos, Siqueira, Medeiros and Menezes (2008) was applied. We applied 
the short version of the scale, which contains five questions to be answered on a five-point 
Likert scale; the reliability index (Cronbach's α) for this version is 0.93. 
Finally, the participant observation method was used because one of the authors of this 
study works in the institution as a municipal civil guard and thereby has direct and continuous 
contact with the subjects of the study. This method was used primarily to collect data relevant 
to the GCMM that were not available through documentary research. 
 
3.4 Method of analysis 
 
Quantitative analysis of the data was undertaken using bivariate statistical analysis. The 
results were tabulated using Microsoft Excel, and the R statistical program was used to analyze 
the data. First, a descriptive analysis of the socioeconomic data obtained with questionnaires 
was developed. 
The following methods were adopted to achieve this study’s two objectives proposed in 
addition to the primary aim. To analyze the data relating to the objective of analyzing the bases 
of power exercised by the GCMM leadership as perceived by the workers, the factor means 
were scaled, one for each basis of power measured. To achieve the objective of assessing the 
affective commitment of the civil guards of the GCMM, the arithmetic mean of the data 
obtained was calculated. The analysis of the data is in line with what is recommended by the 
authors of the scales, namely, EBPS (Martins, 2008) and ECOA (Bastos, Siqueira, Medeiros, 
& Menezes, 2008). 
Pearson's correlation coefficient (r) was used to achieve the primary aim of this study, 
which was to determine whether there are correlations between the constructs "bases of power" 
and "affective organizational commitment" among the civil guards who comprise the GCMM. 
This measurement assesses the strength and direction of linear correlation between the two 
variables (Hair, William, Babin, & Anderson, 2009). 
 
 
Correlations between power and affective organizational commitment 
__________________________________________________________________________________ 
 
        R.G.Secr.,GESEC, São Paulo, 10(1), 91-118, jan.-abr. 2019. 
Analysis and Disscussion 
 
4.1 Sample description  
 
The study sample is composed of 50 individuals, representing 18.2% of the 275 civil 
guards who compose the GCMM. According to the responses, the majority of respondents 
(62%) have worked at the institution for less than one year; 16% are female and 84% are male; 
some of the respondents have completed secondary education (high school) (32%), whereas the 
majority (68%) have college or graduate degrees; household income generally ranged between 
R$ 2,000.00 and R$ 3,000.00 (36%); and the mean age was 32. These characteristics indicate 
that the sample is adequate for the analytical procedures. The sociodemographic characteristics 
of the sample are summarized in Figures 1-6. 
 
Fig. 1. Age 
 
Source: Author's own work, 2017. 
 
As shown in Figure 1 and based on an analysis of the mean age, 32, and the standard 
deviation from this mean, which is only 6 years, there is a concentration around the mean, 
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Fig. 2. Gender 
 
Source: Author's own work, 2017. 
 
Based on the method of participant observation, it was found that the obvious prevalence 
of men may be primarily attributable, inter alia, to the nature of the daily activity and the high 
risk to life entailed by that activity. 
 
Fig. 3. Level of education 
 
Source: Author's own work, 2017. 
   
Participant observation also revealed that one of the main factors accounting for the high 
number of civil guards with advanced education is the existence of an article in the 
Employment, Career and Compensation Plan [PCCR] that provides for career advancement and 
salary increases as workers acquire more education, progressing from a high school diploma to 
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Fig. 4. Range of household monthly income 
 
Source: Author's own work, 2017. 
 
It was also noted through participant observation that the differences in the level of 
income earned by respondents who all hold the same job is attributable, inter alia, to academic 
progression and length of service (which result in higher pay) and to overtime. 
 
Fig. 5. Distribution of the respondents by platoon 
 
Source: Author's own work, 2017. 
 
As mentioned above, the GCMM is subdivided into the following eight platoons: the 
Public Property Guard Platoon [PGP]; the Community Guard Platoon [PGC]; the 
Environmental Action Platoon [PAAM]; the Municipal Patrol [ROMU]; the School Prevention 
Patrol [ROPE]; the Special Tactical Action Group [GATE]; the Command and Control Center 
[CECOM] and the Administrative Platoon [PA]. The large number of respondents belonging to 
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Fig. 6. Length of service 
 
Source: Author's own work, 2017. 
 
The fact that most respondents were relatively new members of the organization can be 
explained by, among other factors, the recent establishment of the GCMM (2009) and the fact 
that most of the respondents were hired through the selection process (2010). 
 
4.2 Analysis of the affective organizational commitment in the GCMM 
 
Measurement of the affective organizational commitment of the civil guards in the 
GCMM using the ECOA indicated an arithmetic mean of 3.288. With respect to interpreting 
this mean, Bastos, Siqueira, Medeiros and Menezes (2008, p. 58) state that the greater the value 
of the mean score, the stronger the affective commitment to the organization. They also state 
that: “Scores of 4 and 5 may indicate that the worker feels affectively committed to the 
organization. Scores between 3 and 3.9 suggest the employee is undecided about the affective 
bond. Scores between 1 and 2.9 may indicate weak affective commitment to the organization.” 
In light of the results obtained and the reference parameters proposed by Bastos, 
Siqueira, Medeiros and Menezes (2008), it appears that these affective commitment scores 
suggest that municipal civil guards are indecisive about their affective commitment to the 
GCMM as an institution. It is worth emphasizing that the observed score falls very close to the 
upper limit of the range identified as weak affective commitment to the organization, which 
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Based on Barros and Scheible affirmation (2008) of the importance of organizational 
commitment as a factor determining whether a worker will stay in the organization, and 
considering the level of affective organizational commitment that the civil guards demonstrated 
for the GCMM, which was in the range of indecision bordering on indifference, the institution's 
management must analyze the variables that can affect this commitment if they want to improve 
their administration, increase the level of the guards’ affective commitment, retain these safety 
agents and keep them motivated to perform their duties, which involve high risk and are of great 
value to society. 
 
4.3 Analysis of the use of the bases of power in the GCMM 
 
Table 5 presents the results, using means, of how the GCMM’s leaders (inspectors and 
sub-inspectors) use the four bases of power included in the Supervisor’s Power Bases Scale of 
Martins (2008). 
 
Table 5 - Means of the bases of power 
 
Basis of Power Mean 
Power based on legitimacy 3.65 
Power based on expertise 3.66 
Power based on coercion 2.17 
Power based on reward 2.10 
Source: Prepared by the authors, 2017. 
 
The scale ranges from 1 to 5, with the following levels of analysis: Values greater than 
4 indicate that this basis of power is used extensively and values lower than 2.9 indicate that 
the basis is used infrequently. 
Power based on legitimacy, that is, power based on what Martins (2008, p. 22) describe 
as "an individual's recognition that the other has legally established power to influence him and 
that he has a duty to accept this influence" (i.e., power based on others' acceptance of one's 
leadership) is used to a moderate degree by leaders of the GCMM, approaching an intense 
degree in the view of those they lead. 
Power based on expertise, that is, power based on what Martins (2008), describe as "an 
individual's recognition that the other has a certain expert knowledge and therefore should not 
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be questioned," is also used to a moderate degree by leaders of the GCMM, approaching an 
intense degree in the view of those they lead. 
Power based on coercion, that is, power based on what Martins (2008, p. 22), describe 
as "an individual's capacity to control things of importance that threaten the other," is 
infrequently used by leaders of the GCMM, in the view of those they lead. 
Finally, power based on reward, that is, power based on what Martins (2008) describe 
as "the ability to provide another person something considered a prize, or to remove or reduce 
the other's punishment," is also infrequently used by leaders of the GCMM, in the view of those 
they lead. 
In general, the diagnosis of the use of the four bases of power in Martins' (2008) 
Supervisor’s Power Bases Scale [EBPS] shows that the institution's leadership relies most 
heavily on two of these bases—legitimacy and expertise—which are beneficial to the 
organization in that according to Yukl (1994), they are positively correlated with organizational 
commitment and trust, and according to Rahim (1989), they are positively correlated with the 
worker's level of trust.  
It also shows that the two bases of power upon which the leadership are least reliant—
coercion and reward—are harmful to the organization in that according to Johnson and Evans 
(1997), they are associated with resistance, which they consider a form of organizational 
conflict. 
 
4.4 Analysis of correlations between power and affective organizational commitment in 
the GCMM 
 
To assess and explore the existence and level of possible correlations between the civil 
guards’ organizational commitment and each of the bases of power used by the institution's 
leadership, the Pearson correlation coefficient (r) among these variables was calculated. The 
results of testing the correlation using the R statistical program are shown in Table 6. 
 
Table 6 - Correlations between power and affective organizational commitment 
 
Bases of Power Correlations 
Power based on legitimacy 0.1437515 
Power based on expertise -0.0326738 
Power based on coercion 0.06381996 
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Power based on reward -0.1680667 
Source: Prepared by the authors, 2017. 
With regard to interpreting Pearson's linear correlation coefficient of Pearson, Hair, 
Anderson, Tathan and Black (2005) explain that the degree of linear statistical dependence 
between variables increases as the value approaches one, independently of the sign, which 
indicates the direction of the correlation. Hair, Anderson, Tathan and Black (2005) suggest that 
values between 0.1 and 0.3 can be considered indicators of a weak correlation, values between 
0.4 and 0.6 reflect a moderate correlation, and values between 0.7 and 1 indicate a strong linear 
correlation. Hair, Anderson, Tathan and Black (2005) state that a positive sign indicates the 
correlation between the variables in positive, that is, high values of one variable are associated 
with high values of the other variable, and low values of one variable are associated with low 
values of the other variable; a negative sign, on the other hand, indicates a negative correlation 
between the variables. 
Based on the parameters indicated by Hair, Anderson, Tathan and Black (2005), the 
following observations can be made with regard to the results of the correlations. 
One of the bases of power shown to be most closely correlated with affective 
organizational commitment was reward, with r =-0.1680667, although this correlation was 
negative, meaning the more civil guards perceived leaders as using reward as the basis for their 
power, the less affective commitment they felt to the institution. However, it should be noted 
that according to the parameters proposed by Hair, Anderson, Tathan and Black (2005), despite 
being the base of power that is the most correlated with affective organizational commitment, 
the correlation between the two variables is weak. 
The base that showed the second greatest correlation with affective organizational 
commitment was legitimacy, with r = 0.1437515, and in this case the correlation was positive, 
meaning the greater the guard's perception that their leaders are exercising legitimate power, 
the greater their affective organizational commitment to the institution. However, as with the 
correlation for power based on reward, the correlation between power based on legitimacy and 
affective organizational commitment was weak. 
The bases of power most weakly correlated with affective organizational commitment 
were the bases of coercion and expertise. The correlation with power based on coercion was r 
= 0.06381996 and the correlation with power based on expertise was r =-0.0326738. It should 
be noted that there was a difference in direction, or sign, in the correlations, showing that power 
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based on coercion is positively correlated to affective organizational commitment and power 
based on expertise was negatively correlated to affective organizational commitment. It is 
important to stress that these bases of power showed the weakest correlation with affective 
organizational commitment by the criterion proposed by Hair, Anderson, Tathan and Black 
(2005). 
Analysis of the results shows that the variables "bases of power" and "affective 
organizational commitment" have only a weak linear correlation, at least among the subjects of 
this study, considering that no correlation was found to have a Pearson's r between 0.4 and 0.6, 
nor between 0.7 and 1, which represent moderate or strong correlations, respectively, according 
the parameters given by Hair, Anderson, Tathan and Black (2005). 
The results and analyses of this study do not support Yukl's argument (1994) that the 
bases of power proposed by French and Raven have an impact on organizational commitment 
as a whole. 
However, although they do not support Yukl's proposal (1994), the results and analysis 
of this study are similar to the results found by Porto, Vasconcelos, Silva and Paulino (2010) 
and Rosário, Queiroz and Martins (2015).  
In a study conducted with a sample of 113 workers at micro, small, medium-sized and 
large companies in the trade or service sector of João Pessoa in the State of Paraíba, Brazil, 
Porto, Vasconcelos, Silva and Paulino (2010) found that affective organizational commitment 
correlated positively only with the legitimacy basis of power; all the other bases of power 
correlated negatively, and the correlation with all bases of power was weak.  
A study conducted by Rosário, Queiroz and Martins (2015) with a sample of 125 
administrative technicians in a public institution of higher education in the State of Rio Grande 
North, Brazil, identified only weak positive correlations, with the exception of the coercion 
basis of power, which showed a weak and negative correlation. That study found a weak linear 





The results obtained with respect to the affective organizational commitment of civil 
guards in the GCMM indicate a need for the institution's management both to analyze which 
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variables can affect the guards’ sense of identification with the institution and to take steps to 
better manage those variables, given that the mean value found for affective organizational 
commitment among the guards was in the range identified by Bastos, Siqueira, Medeiros and 
Menezes (2008) as indicating indecision bordering on indifference with regard to their affective 
commitment to the organization. They should also consider the importance attributed by Barros 
and Scheible (2008) to affective organizational commitment as a key to maintaining safety 
officers in the institution and motivating them to perform their jobs on a daily basis. 
With regard to the analysis of the bases of power exercised by the GCMM management 
in their workers’ view, based on the conceptual relationship established in the theoretical 
framework between French and Raven's (1959) bases of power and Schein's (1982) two forms 
of authority, it can be seen that with the two bases of power most employed by the leaders—
the legitimate and the expert bases of power—the GCMM much more closely resembles the 
model of legitimate authority, which according to Schein (1982) is based on the leader's 
acceptance by the team instead of on the use of coercive instruments, than it resembles the 
model of illegitimate authority, which relies on coercion, brute force and the use of rewards, 
punishment and information to control people, and in which coercion and reward are the bases 
of power. 
With regard to the analysis of the correlations between the constructs "bases of power" 
and "affective organizational commitment" among the civil guards that compose the GCMM, 
although it is impossible to generalize the results obtained, due to, inter alia, the non-
probabilistic sample and the fact that the results do not confirm Yukl (1994), the similarities 
found between the results of this study and the results obtained by Porto, Vasconcelos, Silva 
and Paulino (2010) and Rosário, Queiroz and Martins (2015), who conducted similar studies in 
Brazil’s private and public sectors, respectively, suggest at least the possibility that the variables 
"bases of power" and "affective organizational commitment " actually have only weak linear 
correlations. 
Finally, the most significant limitation of this study relates to the sample, which was 
chosen by convenience because of the difficulty of gaining access to the civil guards, as they 
work in shifts in public buildings scattered throughout the city and in mobile patrol cars. It is 
suggested that future studies explore the existence and intensity of possible correlations 
between the variables examined in this study, including different types of organizations and 
more representative samples, chosen (if possible) at random. 
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